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Abstract 
Effective knowledge transfer for project success is examined in this paper. Particular emphasis is placed on the determinants 
of organizational culture that endorse value driven activities. This paper reports on the preliminary results of a study targeted at 
knowledge workers operating in a high-tech dynamic environment. The aim of the research is to promote better knowledge 
transfer in order to improve project success. We synthesize the relevant literature in an attempt to isolate key determinants for 
success based on best practice. From this, a comprehensive audit tool containing explicit statements is developed. The goal of 
this tool is to facilitate leaders and decision makers to assess current performance regarding knowledge transfer against published 
best practice. The contributions of this research are threefold. First, it answers calls for further work in a neglected but essential 
area in project management. Second, the study synthesizes relevant literature and adds to the academic debate in the space. Third, 
the development of a new audit tool acts as an independent validation resource for leaders and decision makers and thus helps to 
bridge the gap between theory and practice. 
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1. Introduction 
Scientific research acknowledges that knowledge management as a key determinant of project success1,2,3. 
Effective knowledge transfer has been found to have a significant impact on project performance4,5,6. More 
specifically, researchers have found that it can improve the relationships between employees, improve technical and 
problem solving skills and also enhance key decision making skills7. Effective knowledge transfer can positively 
influence an organization’s long term success8, 9,10 and has been found to be the most important strategic resource for 
an organization within a project environment3. Nevertheless, managers and leaders within project organizations have 
found knowledge transfer to be difficult to endorse in organizations4,6,11. Perhaps this is because knowledge transfer 
is a multi-dimensional concept; is a core factor in the creation of new knowledge and it can also be viewed as an 
asset that can be managed, applied and absorbed3,12. Researchers also indicate that knowledge transfer in a project 
environment is an insufficiently explored topic13,14. In particular, the literature highlights a research gap in softer 
side or people oriented factors of knowledge transfer and their relationship with project success3,12. Therefore, it is 
critical that this topic is investigated in more depth in order to deepen our understanding of the area and address the 
research deficits.  
Our study addresses these calls for empirical work to be conducted in the area of effective knowledge transfer in 
project environments. This paper reports on the preliminary developments in the study. More specifically, it 
examines the critical success factors of knowledge transfer that are related to project success in high-tech 
manufacturing organizations. This topic is essential for leaders and decision makers to understand exactly what 
factors can help or hinder project performance. Our research isolates critical constructs that are essential for success. 
We found that organizational culture is a key determinant to effective knowledge transfer. Consequently, we analyze 
and synthesize the literature in the area and generate a conceptual model based on good practice. From this, we 
design and develop an audit tool that allows an organization to assess its current performance vis-à-vis knowledge 
transfer against published best practice. Findings of our work to date are presented in this paper.  
2. Conceptual model 
Organizational culture has been isolated as a critical enabling factor for effective knowledge transfer10,15. 
Possession of positive cultural characteristics provides an organization with the necessary ingredients to share and 
absorb knowledge. It is important to note however that organizational culture can be both an enabler and a barrier to 
knowledge transfer and sharing. While best practice is en-cultured, so too are bad habits and incompetence as 
cultural practices within companies often present significant obstructions to the sharing of knowledge. However, it is 
possible to create an organization that has an appropriate culture to promote knowledge creation, transfer and reuse. 
This is achieved by developing a culture of openness and sharing, by motivating and engaging people and 
embedding knowledge management activities in the day to day business processes, internal systems and structures. 
We found that people centered issues such as the quality of human interactions, their motivations and decision-
making processes have a stronger enabling effect when compared to other factors such as the organizations’ 
processes, systems or structures4,16. In order to create such a culture for knowledge transfer astute organizations will 
focus their attention on identifying and managing these determinants. There are many different cultural factors that 
have an effect on knowledge transfer which have been the subject of numerous studies completed in recent times. 
Table 1 synthesizes some of the key findings.  While it is apparent that there are many culture oriented determinants 
within organizations, some key issues and themes emerged from our analysis. These are synthesized, categorized 
and discussed in more detail in the following subsections. 
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Table 1. Overview of research on organizational culture. 
Theme Reference 
Trust 10,17,19,21,23,25,27,28 
Rewards 6,10,18,19,20,21,22,23,25,30 
Communication 10,14,17,19,21,24,25 
Leadership 5,10,17,18,19,21,22,23,25,32,33 
Motivation 6,10,17,18,21,24 
Personal responsibility 17 
Employee attitude 20 
Interaction 24 
Commitment  24 
2.1. Trust 
Trust has been found to be an essential attribute in organizational culture and a driver for project success17,25. 
However, trust between employees has been established to take a long time to build and can be easily damaged 
between employees28. Employees within an organization require the existence of trust in order to openly transfer 
their knowledge between their team members10. Interpersonal trust has been found to eliminate the tendency for 
employees to blame fellow team members for both organizational and project failures25. Interestingly, it was also 
found that trust between team members is more important than technological factors within an organization in 
facilitating the transfer of knowledge26. It is stated that the most important component of knowledge transfer is 
mutual trust between employees. As team members trust each other, knowledge can be transferred more effectively 
and higher with better quality25. Furthermore, trust within a team environment is found to be essential as employees 
are more reliant on their team-members rather than a leader or a manager within an organisation27. 
Previous studies have proved that trust has three main dimensions; benevolence, competence and integrity28 
Benevolence is defined as the mutual help carried out between co-workers and a desire to do favors for other 
employees within an organization. Benevolent behaviors are personal expressions of altruism, care and concern for 
fellow employees that are not returned by financial or professional gains. It has also been found that the competence 
of an employee is an important factor for building trust amongst employees. Consequently, when an employee is 
competent, trust is built quickly amongst co-workers. Finally, the integrity of an employee refers to the honesty, 
attitudes and values that are acceptable to a fellow employee in order to build trust23. On the basis of the above 
literature, it has been established that trust is one most important factors of knowledge transfer and hence an 
important factor that is related to project success. Therefore we hypothesize that: 
 
H1 There is a positive relationship between employee trust and project success in hi-tech manufacturing 
organizations. 
2.2. Rewards 
Rewards and incentives are proven to have a positive relationship on project success29,30. The majority of previous 
research has shown that rewards have a positive influence on the transfer of knowledge, while rewards have also 
been recognized as being important in motivating employees to perform specific tasks within an organization10,25. It 
is incorrect to assume that employees will transfer their knowledge without considering what they will gain as a 
result of this10. A lack of rewards in an organization has been found to be a major barrier in the transfer of 
knowledge31. 
Rewards can be divided into two categories; hard rewards and soft rewards 6,10. Soft rewards incorporate 
employee incentives such as management recognition, promotions and job security, whereas hard rewards comprise 
employee incentives such as increased salary and financial bonuses18,21,25. It was found in the literature that both hard 
and soft rewards can promote the transfer of knowledge within an organization. Some previous studies have found 
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that an employee receiving hard rewards in the form of financial incentives inspired more knowledge transfer within 
a project environment20. Similarly, it was found that hard rewards could encourage employees to transfer their 
knowledge through formal interactions between employees in the workplace25. In contrast, other studies found that 
soft rewards in the form of management recognition and appreciation are the most important in transferring 
knowledge10,25. It was also established in the literature that rewards can be insufficient in the transfer of knowledge. 
It was found that employees transfer knowledge in order to have a sense of participation and input rather than 
receiving any form of incentive18,22. Following on from this, it is established that organization’s should not entice 
any type of reward as both hard and soft incentives only achieve temporary compliance and rewards should be given 
out with great care. All rewards should be based on team achievements rather than individual achievements which 
may cause major conflicts between employees in the workplace31. 
Based on the literature, the influence of both hard and soft rewards on knowledge transfer is mixed and 
inconsistent. However, the majority of research does state that rewards have a positive effect on the transfer of 
knowledge and an effective rewards system will significantly improve knowledge transfer and consequently 
influence project success. In light of this we hypothesize that: 
 
H2 There is a positive relationship between the existence of a reward system and project success in hi-tech 
manufacturing organizations. 
2.3. Communication 
Communication has been found to have a positive relationship to project success. Furthermore, face to face 
communication has been found to be an essential attribute in knowledge transfer10,17,25. Knowledge transfer was 
found to be increased further by oral communication and the use of body language. It is also stated that face to face 
communication is more effective than technology based communications such as email, telephone and the existence 
of social networking in the workplace14,17. The use of a common language between employees17 and teamwork 
discussion and collaboration have also have been found to have a positive relationship on knowledge transfer.  
Ismail Al-Alawi et al.10, found that communication is enhanced through an open desk deign in the workplace and 
following on from this, strong bonds are also are formed between team members as employees become more 
comfortable to communicate. In contrast, the same authors also found that strong bonds within the workplace can 
have a negative effect on employees as it can make it difficult for employees to act professionally and make effective 
decisions while also affecting the employees’ privacy in order to work efficiently10. On the basis of the above 
literature, it has been established that employee communication is important in the transfer of knowledge transfer 
and therefore an important factor that is related to project success. It is hypothesized that: 
 
H3 There is a positive relationship between employee communication and project success in hi-tech 
manufacturing organizations. 
2.4. Leadership 
Leadership has been found to be a crucial factor in the success of a project32,33. Also, the majority of previous 
research has found that there is a positive relationship between leadership and knowledge transfer5,17,18,21,22. A 
leader’s function has been defined as a collaborator for transferring knowledge within an organization. Following on 
from this, it is stated that all the information an employee needs to carry out the required tasks should be obtained 
from the team leader. Unsurprisingly, a breakdown in team leadership has been found to be a key factor in project 
failure25. In contrast, it is stated that when managers are in command of employee behavior, it can have a negative 
effect on employee motivation and knowledge transfer. Furthermore, it was established in the literature that 
employees are more reliant on project team members rather than a specified leader within an organization. 
 There are different leadership styles that can influence knowledge transfer17. Two of the main leadership 
behaviors that act as an essential driver in achieving project objectives are the participatory leadership style and the 
empowering leadership style33. It is stated that a participatory leadership style can enable direct knowledge transfer 
through communication where there is not an element of employee fear in communicating across different hierarchy 
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levels of an organization17. The same author also states that when mistakes occur, a participatory leadership style 
focuses on a strategy that focuses on solutions to rectify the problem rather than allocating blame. In contrast, an 
empowering leadership style has been found to increase an employee’s autonomy and responsibility which drives 
employees to undertake voluntary knowledge sharing25. On the basis of the literature above, the majority of research 
does state that leadership does have a positive effect on the transfer of knowledge. It is hypothesized that: 
 
H4 There is a positive relationship between leadership and project success in hi-tech manufacturing 
organizations. 
2.5. Motivation 
Previous studies have proven that employee motivation is a key factor in achieving project objectives17,18. 
Motivation has also been found to be a critical factor in transferring knowledge6,17,24. However, it seems that 
discussions on employee motivations and knowledge transfer are scarce14. A major challenge for managers in 
today’s environment is to motivate employees to carry out knowledge transfer. 
People can be motivated either intrinsically or extrinsically. The majority of research states that intrinsic 
motivation was found to be more significantly associated with knowledge transfer than extrinsic motivation18. If an 
employee is intrinsically motivated, the individual will undertake a task because it is found to be interesting. If an 
employee is extrinsically motivated, the individuals’ actions are driven by a goal or objective6. It is suggested that 
the key factor of intrinsic motivation is altruism, whereas the key factors of extrinsic motivation is economic reward, 
and reputation feedback. Similarly, others found that hard rewards, soft rewards and altruism for organizational 
benefits were the motivators that influenced knowledge sharing, whereas altruism for personal satisfaction was not a 
significant motivator. In contrast it was found that intrinsic motivation positively influences knowledge transfer 
17whereas extrinsic motivation does not influence knowledge transfer18.  
On the basis of the literature above, the majority of research does state that intrinsic motivation does have a 
positive effect on the transfer of knowledge. In particular, rewards and altruism were found to be the key factors of 
motivation, however there are contrasting opinions from the literature. It is hypothesized that: 
 
H5 There is a positive relationship between employee motivation and project success in hi-tech manufacturing 
organizations. 
3. Research methodology 
This previous section presented five critical success factors critical to effective knowledge transfer. These success 
factors are a synthesis of best practice in the area and useful to support the management of the knowledge transfer 
process. Over time, the application of these critical success factors may influence the cultural norms and contribute 
to the development of an environment for effective knowledge transfer. Taking these theoretical concepts into 
consideration, a self-assessment audit or scorecard is developed. This form of data collection instrument has been 
championed as a useful exercise by a number of authors as it operationalizes theoretical constructs and allows 
organizations to gauge where they are in relation to best practice, identifying areas in which they are performing 
well and opportunities for improvement34,35,36. The approach taken to developing the scorecard was based on that 
used by Voss et al.34. An overall conceptual model was developed using a ‘top down’ approach. This comprised a 
detailed synthesis of the relevant literature which enabled us to identify and classify the five core elements from the 
overall conceptual framework i.e. (a) trust, (b) rewards, (c) communication, (b) leadership and (5) motivation.   
Subsequently a ‘bottoms-up’ approach was used to develop specific statements which characterised best practice in 
each of the categories based on the literature35,36. 
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4. The scorecard 
The audit tool is a self-assessment scorecard that consists of forty statements, or traits, based on the critical 
success factors model. Table 2 shows the independent and dependent variables. Each of the five independent 
variables has a total of eight statements on the scorecard. 
 
Table 2. Table of variables. 
Variable Variable type 
Project success Dependent 
Trust Independent 
Rewards Independent  
Communication Independent 
Leadership Independent 
Motivation Independent 
 
Each statement is measured by a Likert scale which ranges from 5 (strongly agree) to 1 (strongly disagree). 
Respondents are asked to determine the extent to which they agree or disagree with the statements. This enables 
respondents (i.e. managers and decision-makers) to acquire an overview of their strengths (to be exploited) and 
weaknesses (to be improved) with regard to effective knowledge transfer. In other words, it serves as a checklist for 
effective best practice management. 
5. Future work 
The next phase of the study is to finalise and distribute the scorecard. We intend to target 100 knowledge workers 
working in a dynamic high-tech project environment. Non-probability purposive and snowball sampling has been 
chosen as the sampling techniques that will be used. The results of the scorecard will be analyzed using Statistical 
Package for Social Sciences (SPSS). Firstly, preliminary analyses, in the form of descriptive statistics will be 
produced. This will show the percentage of males and females that answered the survey. Bar charts will also be used 
to graphically illustrate the data. Chi-square tests will then be used to investigate the relationship between trust and 
project success, motivation and project success, communication and project success, rewards and project success and 
leadership and project success. Finally, a logistic regression will be performed. There will be five independent 
variables (trust, motivation, rewards, communication and leadership) and one dependent variable (project success). 
The five factors that are proposed to relate to project success will be measured by two categories - yes/no. The 
logistic regression test will produce odds ratios and 95% confidence intervals for the independent variables included. 
Ultimately, the logistic regression will determine the impact of each of each of the critical success factors on project 
success. 
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